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EVERGREEN SOLUTIONS, LLC

Chapter 1 Infroduction

INTRODUCTION

In June 2010, Evergreen Solutions was retained by the Sumter County Board of County
Commissioners (County) to conduct a Compensation Market Salary Study of all positions in
the organization. A study of this type by design focuses its attention on external equity when
considering how the organization compares to the market. Internal equity, however, is
equally Important and relates to the fairness of an organlzation’s compensation practices
among its current employees. In the context of a more comprehensive study which would
assess the relative accuracy and fairness of the classification plan such Internal equity
would be evaluated by reviewing the skills, capabilities, and dutles of each position, and
then determining whether similar positions are being compensated in a similar manner
within the organization. Even in a more limited market-based review, the changes proposed
in accordance with the findings can have a ripple effect on internal equity. As part of the
study, Evergreen Solutions, LLC was tasked with:

e Collecting and reviewing current environmental data present at the County.

e Conducting a market salary survey and providing feedback to the County regarding
current market competitiveness.

o Developing strategic positioning recommendations using market data and best
practices.

e Developing and submitting draft and final reports summarizing findings and
recommendations.

1.1 STURY METHODOLOQGY
Evergreen Solutions combines qualitative as well as quantitative data analysis to produce an
equitable solution in order to maximize the falrness and competitiveness of an
organization’s compensation structure and practices. Project activities included:

e conducting a project kick-off meeting;

e conducting orlentation sessions with employees;

s facilitating employee focus group sessions;

e conducting a salary and benefits survey;
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« developing recommendations for compensation adjustments;
s creating draft and final reports.
Kickoff Meeting

The Kickoff meeting provides an opportunity to discuss the history of the organization,
finallze the work plan, and hegin the data collection process. Data collection of relevant
background materlal {including existing pay plans, organization charts, policies, procedures,
training materials, job descriptions, and other pertinent material) is part of this process.

Orientation Sesslons

The orlentation sesslons are deslgned to brief employees and supervisors on the purpose
and major processes of the study. This process is intended to address any questions and
resolve any misconceptions about the study and relevant tasks. In addition, employees are
asked about their experience with the crganization and to identify any ¢concerns they have
about compensation. This information provides some basic perceptional background as
well as a starting point for the research process.

Salary and Benefits Survey

The external market s defined as ldentified peers that have similar characteristics,
demographics, and service otferings as the target organization and henchmark positions are
indantified from each area and level of the organization and typically Include a large ¢cross-
section of positions at the County. Once the target and benchmark information is finalized, a
survey tool is created to solicit salary and benhefits information from each of the peer
organizations. When the results are received, the data are analyzed, cleaned, and entered 10
provide aggregate findings.

Seiution Creation - Pay Scheduie and Transition Costing

Seolution creation follows agreement on the structure of the compensation gsystem. During
this phase, If reconstruction of the compensation plan Is necessary, desired range spreads
{distance from mintimum to maximuem) and midpolnt progressions (distance from the
midpoint of one pay grade 10 the next) are established. Once the structure 15 created, jobs
can be slotted into the proposed pay grade structure using market data and Cllent Project
Manager {CPM) feedback.

As part of the study, the organization identifies its deslred market position. Subsequently,
the pay plan and job slotting within the system can be adjusted to account for this desired
position in the market.

The final step, In the creatlon of the solution, Is to Identify those classifications which
necessitate adjustments based on observed market conditions and make recommendations
for revising their pay grade.
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1.2 BREPORT ORGANIZATION

This report ingludes the following chapters:
« Chapter 2 - Employee Qutreach
* Chapter 3 - Market Survey Summary

= Chapter 4 - Recommendations
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Chapter 2 — Methodology

A vital part of all compensation studies is the participation of employees and supervisors in the
outreach process via orientation and focus groups. This process cannot he overlaoked for its ability
to engage the employeges and the individuals actually performing the work and achieve buy-in from
the people most qualified to offer anecdotal information and insight into how work is organized
within Sumter County (County).

While on-site with the employees, supervisars, and department heads of the County, Evergreen
Solutions consultants canducted orientation sessions and facilitated many focus groups. A large
cross-section of employees attended these sessions and were asked to share their perceptions,
opinions, and attitudes about the current compensation system. The Evergreen Solutions
consultants were able to meet with the majority of County employees.

It should be noted that the information provided below represents only those perceptions and
opinions offered during the outreach period of the study and does not necessarily reflect statistical
or quantifiable facts. Evergreen Solutions utilizes the employee outreach component as a helpful tool
in focusing subsequent analysis, but does not rely solely on employee perceptions when making
specific recommendations regarding classification and pay structures.

EMPLOYEE QUTRE,

The Evergreen Solutions team conducted a serles of employee focus groups and interviews during
July 2010. Questions were designed to solicit input on a number of topics related to the
compensation study. Findings from employee outreach are separated by category below.

General Feedhack

Employees commonly regard the County as a good or great place to work and feel that it provides a
pleasant and rewarding work environment. Other generally positive observations offered by
employees include:

» Many of the employees said they appreciate the fiscal prudency with which the County
leaders prioritize and spend budget dollars.

o  The County Administrator is known for having an open-door policy which has made him
very approachable to employees at all levels.

» Internal service departments such as Human Resources, and administration are seen as
very solid and effective while maintaining high levels of customer service,

e Employees generally appreciated the overall good quality of their Blue Cross & Blue
Shield health insurance plan. Some comments were made regarding the cost of the
program hut overall the feedback was positive.
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¢ Al of the employees who were Tamiliar with this process were generally encouraged that
the County was seeking objective third-party analysis of its compensation and system.

+ The Florida Retirement System is seen as a particularly favorable benefit.

»  Most employees of the County live nearby and cited the relatively short commute as a
significant henefit.

+ The Counly was recognized for not laying off additional staff and most employees feel
happy to have jobs.

Benefits Observations

A slrong majority of employees were pleased with the bepefits package offered by the County to its
employees. In fact, many employees stated that it was one of the main reasons for coming to work
and staying employed with the County.

s  When asked how the staff felt about their benefits compared to outside organizations,
most employees stated that the County's offerings were more generous than most of the
County's competitors that they were aware of,

s Employees with longer tenure remember a time when the health insurance plan was less
expensive and appeared to be a more robust policy and they wish to have mare options
to select a different policy.

» Employees expressed an interest in a cafeteria style plan that allows employees o select
and omit various options allowing them to have a more tailored henefits package.

» Employees like and appreciate the Flexible Spending Account (FSA) and use it often for
ca-pays, prescriptions, efc.

Compensation Issues
County staff offered several comments related to compensation, these included:

+  Many employees noted that they ohserved low turnover and estimated it 1o be less than
10% per year.

+ Many employees have the perception that salaries within the County are lower than the
surrounding area.

¢« Employees feel that with recent reductions in force that workload has ingreased steadily
over the last 5 years without compensation increasing to match.

» Employees observe a tendency within the County to outsource which has a stated
negative impact on morale.

+ All employees noted that no Cost of Living Adjustment {(COLA) or other pay raise has
occurred for 3 vears. Further review reveals that FY08-10 was the only year with no
increases in recent history,
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« Some employees expressed cancerns with the move to a merit based compensation plan
which is designed to pay for performance and the inexperience of supervisors in
conducting such reviews.

» In years past when the only increase was given was a COLA, this was not seen as a true
pay increase, rather the bare minimuim to offset the rising costs living,

¢+ Morale was typically observed to be low. This is commonly the case in meetings such as
these where employees are being asked 1o share their criticisms, but there were & few
specific instances such as the new facility being built in The Villages and the money
spent on thal endeavor that the employees feel would be more wisely spent an retaining
and recruiting employees.

« Employees from all departments of the County recognize that they are being asked to do
more with less and while many appreciate the fact that the budget is suffering, they also
feel worn dawn over time. Much of this feedback revolved around staffing levels.

o Nearly every group expressed concern that there were compression issues hecause of
overlap among people within the same classification and overlap between
supervisors/managers and the people they supervise.

Classification [ssues

Many of the directors, supervisors, and employees provided the Evergreen Salutions team with
issues specific to individual classifications which were analyzed during the JAT process. More general
issues included:

+ Some employees felt that there were internal inequities regarding individuals in the same
classification as them across the County. Their concern was that the tasks that each of
the jobs performed were vastiy different.

s A few individuals said that some jobs have out-grown their initial design and are
petforming duties far outside the original intent of the position.

+ There is a strong concem with the degres to which new duties and responsibilities are
“being merged as people have been laid off or otherwise left in recent years.

« There is some concern with under staffing by employees which they hope will be helped
in the fuiure when budgetls aflow, bui some employees feel that when the economy
softens thal people who've been "{olerating” the County will seek oulside employment,
thus leaving the County lacking experienced staff.

Market Peers

Focus group and interview parlicipants were asked to name those organizations that they considered
to be market peers. These are organizations that the focus group and interview participants felt are
the biggest competitors to the County in terms of compensation, benefits, and other intrinsic
qualities such as working conditions. Their responses are listed helow:

s Cily of Qcala
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¢ SECO (Power)

+ [ed/State Prison

«  Sumter Co. Schools
s  WalMart

« The Villages

s Lake County

s Citrus County

s City of Clermont

s City of Inverness

¢ City of Apopka

+ City of Tampa

¢ SW Horida Water Management District

e City of Bushnell

s Florida Power/Progress Energy

» C35X Railroad

s CGity of Leesburg

s Marion County
Benchmark Positions
We solicited input from employees as to which positions at the Counly present the greatest
challenges with regard 1o recruitment and retention. Not all of these classifications are necessarily
difficult 1o fill, but difficult to retain individuals for. For example, the County receives hundreds of
applications gach time an opening for Office Assistant comes up, however the comment from focus
group participants was that this position seems to struggle with retention. These positions provide a

basic framework for populating the market salary survey. The positions mentioned by focus group
and interview participants were as follows:

+ Transit Driver

¢ Animal Control Officer

+ Transit Manager/Asst. Manager

+ Budget Director
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» Library Services {OQutreach Spec., Library Manager)}
*  Pubiic Works Director

s Mosquito Control Tech |

¢ Staff Engineer (With PE)

« Maintenance Worker

+  Crew Leader

s Animal Control positions

s  Fire Service positions

SUMMARY

In addition to the expected negative comments that come from the outreach process, employees
said the County can be a very positive place to work, and the vast majority of employees cited the
friendly atmosphere, and quality of co-workers as reasons they remain with the County.

The information received from employees aided Evergreen Solutions in the development of
recommendations and provided an excellent fourdation for the remainder of this study.
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Chapter 3 - Market Summary

External market comparisons provide the best and most direct method of determining the relative
position of an organization in the market place. Specifically, market comparisons facus on the
average of the market and range characteristics. As a result, market data can be used to evaluate
overall structure, such as ranges, summarize overall market competitiveness, and capture the
current highs and lows of the pay plan at a fixed point in time. Market data as it is gathered under
this methodology is not an ideal tool for comparing individual salaries. Rather its intent is to provide
analysis of overall market competiveness of an organization's salary structure. Given the sampling
approach and market characteristics, a market comparison typically is not the sole determiner of
recommended pay levels by classification nor does it allow for specific, quantifiable salary
recommendations for individuals. Market analysis does not translate well at the individual level
because individual pay is determined through a multitude of factors including geographical job
market, performance, prior experience, education, and, in some cases, an individual’s negotiation
skills during the hiring process and the demand for the type of joh. High demand fields often demand
higher starting wages to compete with the private sector, thus temporarily driving up labor costs for
these fields. This was observed with Information Technology in the 1990's and during the building
boom in Florida in the early 2000’s, with planning and engineering positions. With the downturn in
the economy in recent years the demand for these jobs in particular has seen a reduction.

Prior to presenting the analysis, it should be noted that market analysis is best thought of as a
snapshot of current market conditions. In other words, market conditions change, and in some cases
change quickly. So while market surveys are useful for making updates 1o a salary structure, they
must be done at regular intervals if the organization wishes to stay current with the marketplace. In
the case of Sumter County, FL {County), it has been at least eight years since a comprehensive
compensation study was completed without any interim adjustments fo the plan or widespread re-
slotting of positions as a whole. For that reason, it may be predicted that the market position of the
County will be observed as somewhat lower than desirable. Market data are most useful in making
adjustments to overall pay plans and making job classification placements within the overall pay
structure.

Evergreen Solutions consultants conducted a comprehensive market salary and benefits comparison
survey. A representative cross-sectional group of 50 job classifications was selected with input from
the County's project team.

Survey results for the salary minimums, midpoints, and maximums are presented in Exhibit 3A.
When seeking to compare the County to its peers, a number of factors were taken into account, such
as geographic location and relative population size. A list of 30 survey targets was developed and
approved by the County prior to commencing the survey. The targets included: (continued next page)

o City of Ocala ° Hernando County

o City of Leesburg ° Pasco County

o City of Bushnell o Polk County

o City of Clermont o Levy County

o City of Inverness o Hillsborough County
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. City of Apopka ) FCILOW Coleman — Fed. Prison, Coleman FL
. City of Tampa . Lake Corr. Inst. - State Prison, Clermont FL

. Dade City » Sumter Corr. Inst. - State Prison, Bushnell FL

. City of Brooksville . Southwest Florida Water Management District
. City of Zephyrhills . Sumter County Schools

» City of Dunnellon a Village Community Development District

. Floral City ] SECO Energy/ Sumter Electric

. Lake County . Walmart

. Citrus County ] Progress Encrgy/Florida Power and Light

. Marion County . CSX Railroad

Market data was submitted by 20 of the 30 desired target organizations. This is a significant levet of
response and strengthens the conclusions drawn by this survey. Data collected outside of the County
was adjusted for Cost of Living using Enterprise Florida and University of Florida annual cost of living
index factors which are divided state-wide by county. This calculation allows salary dollars from
entities across the state to be compared in relevant Sumter County spending power.

Predictably, those organizations that elected not to participate in the salary survey were primarily
those in the private sector. In fact, not a single private sector peer identified provided data for this
analysis. In liev of direct data gathered from these companies, secondary data from the Economic
Research tnsiitute (ERI) was collected for the berchmark classifications to provide the private sector
perspective. ERI is chosen because we want the lowest level of aggregation that is allowed. Most
third parties will not provide the actual response dala, but will allow some aggregation and
disaggregation of the data. ERI offers a considerable amount flexibility on defining the market and
customizing jobs, so they are ane of our partners of choice.

Sixty five job classifications were selected as benchmark positions for the County. The selection
process was based on the goal of having a representative sample of jobs that were proportionately
distributed amang the job families, pay grades, departments and elected officials’ offices.

Market Mini

As Exhibit 3A illustrates, at the minimum of the respective salary ranges, the County is on average;
approximately 0.33 percent above market, across all surveyed job titles after cost of living is taken
into account. While the cumulative average differential is effectively at market, some position ranges
did falt above and below market.

Based on the data gathered at the surveyed market minimum for these benchmark positions, the
following can be determined:

+« The surveyed position differences ranged from a low of 71.7 percent below market in the
case of the Deputy Appraiser | classification 1o a high of 58.1 percent above market for the
Tax Supervisor classification. It should be noted that these are pay range differentials and
not salary differentials and are notl indications that the incumbents in these positions are
over or under paid.

« County compensation data was not available for 11 classifications. This means that the
data collected from market peers for these classifications are presenied in Exhibit A but
are not compared to present County ranges. These positions are not currently assigned
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formal pay grades with established ranges so while market data were collected for them,
as displayed in the exhibit, those market ranges cannot be used to assess the
competitiveness of the County’s ranges, since they do not exist.

+ Elections Specialist |

+ Election Service Center Manager

s Chief Deputy

» Crime Scene Evidence Specialist

+  Truancy Deputy

s Patro) Sergeant

+ Detective

s Fleet Clerk

s lead Dispatcher

s+  Emergency Management Director
+ Of the 54 County positions for which market minimum data was collected, 20 reported 10 be
" below market which represents 37 percent of these benchmarks.

+ A total of 9 positions indicated market differentials at the pay range minimum that were
greater than ten percent below market. These are listed below with their market differentials:
»  Deputy Appraiser | - 71.72 percent below market
«  Firefighter - 51.06 percent below market
» Drivers License Manager - 32.14 percent below market
» Fire Chief - 25.64 percent below market
s Staff Engineer - 22,11 percent below market
» Transit Manager - 18.17 percent below markst
+ Sign Shop Technician - 15.60 percent betow market
» Veteran's Service Counselor - 12.07 percent below market
¢ Appraisal Services Manager - 11.97 percent below market

»  Market differentials as dramatic as those observed in the case of the Deputy Appraiser |,
Firefighter, and Drivers License Manager are indicative of less accurate market title maiches
by salary survey participants. For example, many of the County's peers require EMT
certification for their Firefighter position. The County does not, and their pay grade reflects
this. Drivers License Managers in other jurisdictions manage entire programs or divisions
where that is not the case with the County where this is primarily a clerical and customer
service orlented position. For this reason, dramatic upgrades for these positions will not likely
he recommended.

« Of the 20 below marke1 classifications, they are an average of 15.8 percent below market.
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Market Midpoints

Market Midpoint is important to consider because it is commonly referred 1o as the closest
estimation of full competence and market average compensation for any given classification. The
process by which employees move from entry level {minimum salary) to midpaint in & pay grade
typically takes between 6 and 10 years. A midpoint compensated incumbent should be fully
functional in their classification. At certain times in history when step-based pay plans were more
popular and widely utilized, employess attained midpoint at a prescribed point in time based on
annual steps. In an oper-range or broad hand pay plan this process is more fluid and commonly
based on CQLA increases or a merit-based pay system.

Exhibit 3A deplicts salary comparison data at the range midpoints for both the County and its survey
peers. The exhibit demonstrates that the County on average is 0.94 percent above market at the
midpoint. At the market midpoint, the benchmark positions ranged from a low of 77.4 percent below
market for the Deputy Appraiser [ to a high of 46.5 percent ahove market for the Tax Supervisar
classification.

As these differentials are compared to those established at the range minimum, an uncommon
consistency is observed and should be kept in mind as the County's market position is further
analyzed. The ohserved difference between the Gounty and the market stays within 0.5 percent from
minimum to midpoint. If this trend continues at the range maximum, then clear determinations can
be made about the structure of the pay plan.

Based on the data gathered at the market midpoint of the salary range, the following can be
determined: .

+ Nineteen of the 54 classifications for which data was received were found o be below
market at the midpoint which represaents 35.2 percent of all benchmarks.

« Qf the positions below market at this central point in the range, it was found that they were
an average of 16.4 percent lower than their peers.

+ Nine ¢lassifications (18.7 percent) were greater than ten percent below market.

The fact that distance from midpoint is so close to the markel differentiai observed at minimum
indicates that the pay plan represented by market average to this point and the pay plan present in
the County are constructed extremely similarly. The continuation of this trend at the pay range
maximum will further support this hypothesis.

Market Maximums

County pay range maximum values as they compare to the survey respondents are also illustrated in
Exhibit 3A. Range maximum is important for consideration because it represents the top eamning
potential for an incumbent in any classification. It also represents the highest dollar amount that an
employer is willing to pay for high levels of knowledge, skills and ability in conjunction with certain
intangible elements such as instiutional knowledge or extensive professional experience.

A market competitive range maximum can often be an important recruiting tool when sesking high
level recruits who have the potential of bringing an uncommon level of experlise to an organization.
For example, if the County were recruiting a Director level position and were attempting to attract an
incumbent with 20 years of experience who is relocating to Florida from another part of the country
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with higher regional compensation such as the Northeast United States, the range maximum may be
appropriately offered to that prospective employee to increase the chances of recruiting them.

This point of analysis shows the continuation of the trends noted in the minimum and midpoint
comparisons. The overall pay plan changes competitive position by a statistically insignificant
amount by reflecting an average maximum value that is 1,19 percent above market which is within
two tenths of a percent of the differential observed at midpoint.

The comparison of market maximums yielded the Tollowing considerations:

+« Of the 54 positions with valid comparisons, 19 reported maximum salaries lower than the
market maximuni,

» Qf these helow market positions, 8 {14.8 percent of the total) reparied range maximums
greater than ten percent below market.

+ Al the survey maximum, differentials range from a low of 88.2 percent below market for the
Drivers License Manager to a high of 34.9 percent above market for Tax Supervisor,

While there are specific classifications that do appear to be placed in pay grades that fall short of
market levels, the mast dramatic outliers on either side, such as the Tax Supervisor, the Deputy
Appraiser |, and the Drivers License Manager classifications is likely a result of poor market maiches
reporiect by salary survey peetrs. A small amount of this is expected in every salary survey, and in a
study which includes 65 benchmarks, it may he expected that some bad maiches will he reported.
That heing said, on average each of the 54 henchmarks had 11 points of comparative data; some
had as few as two while others had as many as 19 peer reporied data points that were factored into
the analysis. The average of 11 is very strong, however, and supporis a relatively high level of
confidence in the data as reporied. Dramatic observed market differentials may warrant
classification analysis of these jobs to ensure that the duties represented in the descriptions for
these jobs accurately reflect those being performed by incumbents.,

It should be noted that the standing of a classifications pay range compared 1o the market is not a
definitive assessment of the individual employee’s salaries being egually above or helow market. It
does, however, speak to the County’s ability to recruit and retain talent over time. if starting pay is
significantly Jower than the market would offer, the County will find itsell losing out to their market
peers when they seek to filt a position. It is equally true that market differentials at the maximum will
serve as a disincentive for tenured employees to remain employees of the County. The County
currently finds itself in an unusually level position with regard 1o the market. The fact that the market
average ranges are so close to those same range points indicates that the County is uilizing a pay
plan that mirrors the average struclure present in the labor market. They are virtually identical, on
average, when minimum, midpoint, and maximum are analyzed. Depending on the County's
compensation philosophy and goals, changes to the structure may of may not be warranted. The
County has a stated compensalion goal of being fairly placed with the market and they appear 1o
have achieved that.
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EXHIBIT 3A SUMTER COUNTY
SALARY SURVEY MARKET AVERAGES AND DEFFERENTIALS
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Chepter 3 - Market Summary Compensation Market Salary Sty for Sumter County, FL

Three classifications were removed froim the market analysis for consideration in the solution due to
poor market peer matches. The Deputy Appraiser | was matched by the market peers to positions
that were second in command of their respective departments. The Firefighter among peer
arganizations requires EMS or Paramedic certification in many cases which drove up the market
average pay grade greatly. The County has “Schedule C” dealing with extra pay for certifications.
Similarly, the Drivers License Manager position among peers was matched to a position of upper
management over an entire department or division whereas in the County it is primarily a clerical
and customer service oriented position. For these reasons, these positions have been removed from
the market exhibit.

I v nelusion

From the analysis of the data gathered in the exterral labor marke! assessment, the following major
congclusions can be reached:

+ The County is approximately 0.33 percent above the market average minimum across all
benchmark titles.

s The County overall is 0.94 percent above the market midpoint average across all titles
included in the survey.

« At the maximum of the range, surveyed County jobs are on average 1.19 percent ahove
market average.

« Taken together, this indicates that County pay ranges are effectively keeping pace with the
market, both in structural terms (the dimensions of the plan) and in competitive terms (the
value of the grades). Some positions may warrant market-hased upgrades whike other more
dramatic outliers warrant additional classification analysis.

The County currently finds itself in an unusually level position with regard to the market. The fact that
the market average ranges are so close to those same range points indicates that the County is
utilizing a pay plan that mirrors 1the average structure present in the labor market, They are virtually
identical, on average, when minimum, midpoint, and maximum are analyzed. Depending on the
County's compensation philosophy and goals, changes to the structure may or may not he
warranted, if the County desires to be a compensation leader, some changes are needed. If the goal
of the County is to be "at” market value on average, they have effectively achieved this goal.
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EVERGREEN SOLUTIONS, LLC

Chapter 4 - Solution

INTRODUCTION

The analysls of Sumter County's (County) compensation systems revealed a number of
strengths and weaknesses that are not uncommon In a public organization. The County
possesses a system that was deslgned to be falr, uniform, comprehenslve, transparent, and
well stratified based on work performed. Glven the results of the market analysis outlined In
chapter 3, there does not appear to be any systematic market lagging. The County can
confldently say that by In large, they are competitive with thelr labor market. That belng sald,
some Jobs and assoclated Job famllles were discovered to be slightly behind market.

Arriving at the overall recommended solution for the County Is a detalled process Involving
all components of the research conducted. Research Includes:

e Qutreach - Evergreen consultants collected anecdotal data from County staff and
management throughout the outreach component of the study.

e Current Environment Revlew - Internal structure (Including compensatlon structure,
practices, etc.) was analyzed versus best practices and market trends and a
statlstical assessment of current condltions was completed.

e Market Analysls - External equlty was analyzed based on market compensation data
collected from peer organizations.

The remainder of this chapter presents the recommendations by category. The categorles
Include:

1. Compensation
2. Administration
3. Summary

4.1 COMPENSATION
FINDING

Where classificatlon analysls Is primarlly desligned to Identify and rectify Issues of Internal
equity, compensation analysls Involves assessing and Improving external equity. Specifically,
external equity deals with how well an organlzation compensates similar work In comparison
to its market peers. Based on Evergreen Solutions’ analysls, the compensation structure
was virtually even with the market across the entire pay range. As a result, Evergreen
Solutions Is recommending no changes to the compensation structure, The County has
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Chaptor 4 . Solution Compensation Market Salary Study for Sumier County, FL

Implemented a pay plan that nearly exactly mitrors the cost of living adjusted market values
present In the identifled peer organizations.

Within the overall favorable market analysis there were, however, pockets of market
Inequity. Glven the fact that the pay plan ltself Is decidedly strong, those positions which
exhlbited inequity can simply be upgraded to match thelr market position.

When individual classlfications are upgraded in response to observed market differentials in
Isolation, it ¢can have unanticipated ripple effects on nelghboting classlfications. Thus,
adjustments must often be made for entire job series or families. This is the case In Sumter
County and has been addressed In Exhibit 4A.

Evergreen Solutions recorded limited market inequity but in order to address it and not
create worsened Internal inequity, 26 total Job classifications are recommended for
upgrades. A complete list of those affected classifications is displayed below in Exhibit 4A.

EXHIBIT 4A SUMTER COUNTY
PROPOSED CLASS UPGRADES AND 'FlTLE CHANGES _

Cierk/Dever
Crew Leader
Deputv Fire Chief - Admlntstratlon
Deputy F:re Chlef Opemtmns

Drivers Llcense Manager ]
Fire Chlef: L
Fireﬂghter

Firefighter - Fleet Maintenance’ Tech
Groundskeeper _ 0 S
Huiman Resourcas/Administrative Services Masager g e
IT Suppart Technician Il ) ) i ! ] 22 iTSuppert Techalclan o
iT Systems Coordinatora i el i o i s G
Kennel Coordinator o _ 15 s Anirna! Control Coordlnator
Offics Supenisor ol e e e _ i :
Risk Managament:Spaciallstss i niinan B
Sign Shop Tech
Staff Eng!neer :
Transponat:on Manager
Veterans Service Counselor =00

ot Contl e

Sourca: Evergreen Solutions, August 2010
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Chapter 4 . Solution Compensation Markel Salary Study for Sumier County, FL

The exhlblt proposes pay grade increases for positions which include those identifled as
below market In Chapter 3 in addition to positions directly connacted to those below market
positions organizationally. Changes o pay grades should not be made in isolation;

[t should be noted that the dramatic market differential observed in Chapter 3 did not result
in as dramatic an upgrade for the Firefighter position. This Is due to the fact that many of the
County’s peers require certification as an EMT or Paramedic for thelr entry level firefighters.
Sumter County has adopted a detailed schedule of compensation additions that can be
achleved through certifications earnad by their Firefighters. The “Scheduie ‘C' Full-time
Flrefighter Ceriification Incentive™ document detalls these additions to pay and allows the
County to keep thelr firefighters in cne consolidated pay grade while still rewarding their
achievement of advanced certification. That baing sald, a small upgrade was recommended
In recognition of the fact that adjusted hourly wages for Firefighters with EMT certifications
earning an additional 53 cents per hour still fall below market and warrant some
adjustment.

Additionally, the market differential observed for the Deputy Appralser | classification was
the result of a bad match where the market respondents interpreted the class title to be that
of the Deputy Department head. That Is not the case In the County and as such, no
recomimendation Is proposed for that position.

Also Included In this exhibit is a column for c¢lassification title changes which are presented
here for the County's benefit. it Is unclear i, for example, the 1T Support Technician serles of
Jobs has a vacancy at the “I” level or if that classification was eliminated. If the County has
no plans to encumber this classification then it should be eliminated and the T Support
Technlcian H class should be re-named to suit.

The *Officer” ¢lassification 1s recommended for revision simply to clarify its placement within
the County and to make the name representative of the work being done. This Is often the
easiest type of classification change to Justify and to overlook. If the County desires to clarify
this class title, doing so Is easy.

FINDING

Another important factor of a compensation system Is the manner in which employees move
through the pay plan. There are predominately three approaches adopted by most public
organizations:

s Step

e« Costof living

«  Merit
In the past, most public organizations utilized a grade and step approach similar to the
former pay system used by the County which Incorporated predetermined, percentage-hased

pay steps In each pay grade. In this approach, all employees at the same step In the same
pay grade received the same compensation and an employee moved through the steps

% EvergreenSolutions, LLC Page 4-3




Chaptar 4 - Solution Compensation Market Salary Study for Sumiter County, FL

based on years of service untll a maximum step was reached. At present, the County utilizes
an open range pay plan for all employees with the exception of some elected officlals’
offices where salary is determined without a pre-established pay grade. Step plans continue
to thrive in paramilitary style environiments such as police and fire departments where strict
rank structures are adhered 10. Step plans also remaln popular among unionized workforces
for thelr predictability and the way In which they lend themselves to negotlated annual
increases.

Many organizations, like Sumter County, have rightfully moved away from the step plan
approach and adopted a “cost of living” centered approach. The “cost of living” centered
approach draws on a preselected metric that captures the percentage change in the cost of
living based on a combination of goods during a fixed period of time. Pay grades are
established based on market conditions and employees are adjusted or moved through the
pay grades based on the percentage change in the cost of living during the period. This
open-range, cost of living approach Is often supported by pay-for-performance or merit
based systems where employee compensation is adjusted in accordance with their
performance levels and certain measurable outcomes of their work.

Metrit-based approaches arose in response to concerns with differentiating the performance
of public employees and the desire to emulate the reward approaches of the private sector.
However, once adopted, it Is common for the merit-based approaches to function more like
the cost of living approach since most employees receive the same score during the
evaluation process {based on budget constraints) and thus there Is little differentiation in
the Increases given. Moving incumbents through the pay plan based on actual performance
is preferable to other alternatives if the system Is well managed.

RECOMMENDATION 4-1

Evaluate the feaslbllity of implementing a merit baged pay plan.

Evergdreen Solutlon’s recommends conducting & full review of the performance management
system {l.e., tools, policies, procedures, etc.) and, moving forward, utilizing employee
performance as a standard for compensation increases. Within this framework, employee
compensation increases should be applied 10 help progress employees through the pay
range and at the same time promoting performance to help achieve the organization’s
goals.

A subjective merit pay system is a substantial inltiative that would ensure that performance
is the Key to organizational productivity. In order for the organization to ensure that the
system is not abused, measures shoulkd be put in place to ensure that individual bias and
budgetary Issues are hot factors In Individual evaluations. In a well Integrated merit pay
systermn, employee performance is evaluated prior to budget allotments and subsequent
salary increases are given as a percentage of total allotment {i.e., funds are distributed
hased on the relative scores of employees) versus assigning scores based ofi budgetary
determinations.

FINDING
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Chapter 4 . Solution Compensation Market Salary Study for Sumter County, FL

Once the proposed compensation changes are made, the next step Is to transition
employees into thelr new grades. Typically, there are two primary steps for Implementation -
slotting jobs tnto the structure and a “bring employees to the proposed minimum salary”
calculation. Ocoasionally compression adjustments are recommended as well. Compresslon
adjustments are typically given 1o restore the pay spread between employees that have
bean moved as a result of an adjustment to minlmum and those that were not affected. In
this scenarlo, coimpression adjustments would be considered Step Three.

RECOMMENDATION 4-2

Install Identlfied classifications Into proposed pay grades and bring all employees up to the
minimum salaty of the proposed pay grade.

Step 1 of the process is to slot Individual classifications into thelr proposed pay grades
based on external equity status and internal equity hierarchy. As 1s the most common
approach In studies like this, a representative sample of benchmark classifications was
submitted to the market for comparison. Following the Initial slotting, job series changes are
analyzed and evaluated to ensure that proper alignment is maintained between different
levels of jobs (L.e., Operator licenses A, B, and C and supervisory refationships).

Step 2 of the plan is to slot individual incumbents into the new compensation system and
observe the cutcome. Once this is done, it is concelvable that a small number of incumbents
may be pald a current salary that Is below the minimum of the proposed range. These
individuals should be raised to the proposed minimum if necessary. By in large, individual
salaries of incumbents are expected to fall within the ranges identified in the market
analysis, and tradltionaily, a salary that falls within the market average range Is viewed as
“competltive”. This fact is important to reallze when one analyzes the proposed pay grades
presented. The cost impact of this recommendation Is expected to be very small.

42  ADMINISTRATION
FINDING

The County currently has a broad policy for dealing with employees who are topped out In
thelr pay grades. Such a policy should direct the compensation of these employees In every
situation and should deal with the fact that pay grade maximums are true maximum
salaries. For that reason, a more robust policy should be developed.

RECOMMENDATION 4-3

Develop a more comprehensive policy dealing with employees being paid at or above the
maximum of their pay grade.

A sample of how this policy might be worded is provided helow for the County’s evaluation
and perusal. They may adopt or amend it In any way they desire but with all formal policies,
should have their attorney review ts soundness and tallor it to fit the style and demeanor of
other such established policles.
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Chapter 4 . Solution Compensation Market Salary Study for Sumter County, FL

Topped-Out Compensation Policy

No incumbent shall be compensated above the established maximum of their
respective established pay grade.

CAny Incumbent paid at thelr pay grade’s maximum shall not have their salary
increased until a time at which the value of the pay grade Is Increased, either in
respanse to changes in market value, reclassification of the position, or increases in
cost of living.

Any incumbent paid above their pay grade's maximum shall not have their salary
increased until a time at which the value of the pay grade is Increased beyond thelr
current salary, either in response to changes in market value, reclassification of the
pasition, or increases in cost of living.

FINDING

Any compensation system will fail to meet & municipality’s needs if it does not have strong
administrative support. Recommendations are derived from data for a fixed period of time.
In other words, compensation plans have definitive shelf lives, after which, they will fail to
compete with the market and cause recruitment and retention strain for the County over
time. Without proper maintenance, the compensation structure will lose its effectiveness
and market competitiveness over a period of three to five years. Maintenance Is the hidden
need and cost of most systems. While the County's present plan appears to be meeting its
needs and mirroring the rmarket in overall competitiveness, the County can only hope to
maintaln this position through regular maintenance.

RECOMMENDATION 4-4

Select a small sample of classifications and conduct a localized survey of market values and
henefit changes on an annual basls to determine market competitiveness and make
appropriate adjustments.

The County should maintain its efforts to Keep pace with public sector growth in terms of
employee salaries. In order to maintaln its competitiveness, Human Resources should select
a small sample of classifications, particularly those with recruitment or retentlon problems,
and conduct a survey of peer organizations to determine the relative external ranges of
these classifications. This commitment to competitiveness is all the more Important when
ohe examines the current economic conditions. Many economists have predicted that the
present economic crisls Is causing a huildup of demand in the labor market. Many are also
indicating that when economic conditions begin to soften In the near future that the
potential exlsts far a sudden rash of movement In the labor market. People who have
“tolerated” their stable jobs and accepted lower wages may tend to be more willing to
change jobs for increases in pay.
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The Human Resources staff should contact market peers directly or access readily available
secondary salary survey database resources to make determinations about market
competitiveness and recommend appropriate adjustments.

The County should ensure that identified administrative practices are put into place to
maintain competitive and equitable compensation and classification over time. These
annual surveys will work to ensure that external equity is maintained. Any changes made to
Individual classifications should be separate from individua! salary adjustments, unless
relevant changes move the salary outside of the proposed salary range.

FINDING

In order to maintain market competitiveness between compensation and classification
studies, the County must continue adjusting its pay plan on an annual basis. Rather than
relying only on consumaer price index {CPI) values for cost of living adjustments, the County
would benefit from contacting their local peer group and determining their approach to pay
plan adjustments and consider that 1h addition to consistent econoimic indicators such as
CPI.

RECOMMENDATION 4-5

Adjusgt the pay plan each year hased on the results of the average movement of peer pay
levels,

Human Resources should resvaluate this list every couple of years to ensure that it contains
the most relevant labor market peers and make any negessary adjustments. The County
should contact the Identifled peers each year and request information regarding the
distance each peer's pay plan is being Ingreased and any changes to benefits. By
determining the average percent increase of peer pay plans and bensfit offerings, the
County can ensure lts pay plan and other factors are Increasing at the same relative speed
as Its peers, thus maintaining or improving its relative poshion depsending on the County's
compensation philosophy.

FINDING

Inevitably, compensation Is sulbject to changes in the external market based on best
practices and other trends for human resources imanagement. Glven this understanding, the
County should ensure that its structure is up to date and reflective of bast practices.

RECOMMENDATION 4-6

Conduct a comprehensive classification and compensation study every three to five years.

While compensation-only studies such as this are helpful in assessing market position vig-a-
vis a group of peer organizations, a comprehensive study which includes classification
analysis enables an organization to take a more complete look at both sides of the human
resoutces equation.
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The County would he well served to prevent the long term Invalidation of its compensation
and classification structure by conducting a study of this Kind as a measure of preventative
maintenance. Jobs change over time and the compensation market can shift quickly. These
subtle changes can and do compound over time and produce undesired consequences in
the long term.

Such efforts to maintain the system are viewed as a sign that the County’s leaders value
their workforce and are willing to take serious steps to preserve the competitiveness of their
compensation plan and practices by employees,

4.3 SUMMARY

The County should be proud of its dedlcation to high-guality service and continuous
improvement. Evergreen Solutions found that employees at all levels were committed to
thelr jobs and to the County, and also committed to maintaining and improving the positive
working atmosphere they enjoy. Evergreen Solutions’ recommendations bulld upon the
strengths of the current compensation system and work to Improve the challenges ldentified
by employees, management, and the project team.

Evergreen Solutions would like to recognize the efforts of Kitty Fields from the County for her
efforts. A study of this significance often can be sldetracked and slowed down by a less than
attentive client-side project team; however the County should be proud of Ms. Fields for her
commitment to making this a smooth and efficient process.
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0940 Hourty Adfusted f 1t Tota! FY 1041 Total COLA Adjustment Annual Approx, Fringe
Job Titke EMP Empi No Base Rt Annual Notes: Rarnge Range COLA Factor  Adjustment RATE Annaul Iner Incr (howrly) fncr{hwr[_p_«) A} o Adfi

NON-SUPERVISORY EMPLOYEES
AC Officer Oliver 915 1087 2269656 13 14 00251 00500 0.6751 11.69 24,408.72 4,712.16 027 054 1,127.52 22550
AC Officer Miller 751 10.87 2269656 13 14 00251 00500 0.0751 11.69 24,408.72 4,712,486 027 0.54 1,127.52 22550
AC Officer Young 871 10.87 2269556 13 14 00251  0.0500 0.6751 11.69 24,408.72 1,712,146 027 0.54 1,127.52 22550
AC Officer Belancin 754 1420 23,38560 13 14 00251 0.0500 0.0751 12.04 25,139.52 1,75392 0.28 056 1,169.28 233.86
AG Officer Stokes 549 10.87 2260858 13 14 00254 0.0500 0.0751 11.69 24,408.72 1,712.16 0.27 0.54 1,127.52 225.50
Driver| Schuh 788 9.67 20,1908 10 11 00251 00500 0.0751 10.40 21.715.20 1,524.24 0.24 0.48 1,002.24 200.45
Driver| Thern 728 968 20271.84 10 11 00251 0.0500 0.0751 10.41 21,736.08 1,524.24 0.24 0.48 1,002.24 20045
Driver [ Snyder 866 939  18,608.32 10 11 00251 00500 0.0751 $0.10 21,088.80 1,482.48 0.24 047 981.36 196.27
Driver b Mullzn 725 a72  20295.36 10 11 00251 00500 00754 10.45 21,819.60 1,524.24 0.24 0.49 1,023.42 204.62
Driver Boone 069 1486  31,236.48 10 11 00251 0.0500 0,075% 16.08 33,575.04 2,338.56 0.38 075 1,566.00 313.20
Driver? Correll 852 1027 21,443.76 10 11 00251 00500 0.0754 14.04 23,051.52 1,607.76 025 051 1,064.88 21298
Driver] Vacant 000 120 2357352 10 41 00251 00500 0.0751 1214 25,348.32 1,774.80 028 0.56 1,169.28 23188
Driver ] Franidin 239 §233 2574504 10 i1 00251 0.0500  0.075% 1326 27,686.88 1,941.84 031 062 1,204.56 258.91
Driver | Vacant 000 9.67  20,190.98 10 i1 0025t  0.0500 0.0751 10.40 21,715.20 1,524.24 0.24 0.48 1,002.24 200.45
Driver | Harris 195 13.63  28,450.44 16 11 00251 00500 0.0751 14.65 30,589,20 2,429.76 0.34 068 1,419.84 283.97
Driver | Pruitt 613 1020 21,207.60 10 11 0.0251 0.0500 0.0751 10.97 22,905.36 1,607.76 028 0.51 1,064.58 21298
Driver | Ray 475 1073  22,404.24 10 11 0.025% Q0500 0.0751 11.54 24,085.52 1,691.28 0.27 0.54 1,121.62 225,50
Driver! Rutheiford [1}5+] 1463 31,17384 50 11 00251 00500 Q.0751 16.05 33,512.40 2,338.56 0.37 0.75 1,565.00 313.20
Driver | Weatherford 424 1120 2367352 10 11 00251 00500 0.0751 1214 26,348.32 1,774.80 0.28 0.56 1,169.28 23366
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0940 Hourly Adiusted Adjustment  Tola FY 174 Total COLA Adjustment Annual Approx. Fringe
<Job Titke EMP EmpiNo  BasaRt Anpual Hotes: Range  Range COLA Factor  Adjustment  RATE Annaui ner tncr (hourty} tner hourly) Adjustment on Adjustment
Oriver| Heine 725 472 2026536 10 1 0.0251 040500 0.0751 10.45 21,819.60 1,524,24 0.24 0.49 1,023.12 204.62
Driver Il Smith, D 072 1667 3271698 11 12 00251 00500 0.0751 16.85 35,182.60 2,463.84 039 078 1,628.64 32573
Clesk/Driver | Mills 83z 1087 2260656 12 13 00251 00500 0.0751 11.69 24,408.72 1,712.16 0.27 054 1,127.52 225.50
ClekiDriver | Smith, M 254 1341 2800008 12 13 00251 00500 0.0751 14.42 30,108.98 2,108.83 034 0.67 1,308.96 276.7¢
ClerkiGriver | Sradford 884 1035  21,61080 12 13 00261 00500 0.0751 1413 23,230.44 1,628.64 0.26 0.52 1,085.76 217,15
Veterans Senics
Counselor Alifrey 361 1332 27,812.16 14 15 00251 00500 0,0751 14.32 29,000.16 2,088.00 033 0.67 1,393.86 27079
Veterans Senvice
Counsalor Smith, Deb 510 1368 28,56384 14 15 00251 00500 0.0751 141 30,714.48 2,150.64 0.34 0.68 1,418.84 283.97
Based on .
Firefigiter Snow 763 1016  28,00085 2756hous 10 12 00251 0.1000 0.1251 14.43 31,501.08 3,500.12 026 .02 2,811.12 627,67
Based on
Firefighter Hetbig 389 1209 3332004 2756hous 10 12 00251 0.1000 0.1251 13.60 37,481.60 4,161.56 0.30 1.21 3,334,768 1,100.47
Based on
Firefighter Hoogewind 625 1200 3332004 2756hours 10 12 00251 01000 0.1251 1360 37,481.60 4,161.56 0,30 1.21 3,334.76 1,100.47
Based on
Firefighter Hurst 238 1242 33,402.72 2756hows 10 12 00251 0.{0C0 0.1251 13.64 37,561.84 4,159.12 020 121 3,334.76 1,100.47
Basad on
Firefighter Burris, C 425 1276 3516656 2756hous 10 12 00251  0.1000 0.1251 14,36 39,576.16 4,409.60 0.32 1.28 3,627.68 1,164.13
Based on
Firefighter Lovett 575 1243 34,257.08 278 bous 10 12 0.0251 0.4000 0.4251 1398 38,528.88 4,271.80 0.3 1.24 3,417.44 1,127.76
Bssed o
Firefighter Haugabrool 758 12.00 3332004 2756hows 10 12 0.0251 0.1000 0.1251 13.60 37,481.60 4,161.56 030 1.21 3,334.76 1,100.47
Based o0
Firefighter Longest 860 11,76 3238300 2756hous 0 12 00251  0.4000 0.1251 1322 36,434.32 4,051.32 029 1.18 3,252.08 1,073.19
Based o0
Firehghter Jacques 618 1210  33,347.60 2756hous i0 12 0.0251 0.1060 0.5251 13.6% 37,609.16 4,161.56 0.20 129 3,334.76 1,100.47
Based o0
Firefighter Foster 278 1349 3635164 2756hows 0 12 0051 0.1000 0.3251 14,84 40,899.04 4,547.40 043 1.32 3,637.92 1,200.5%
8ased on
Firefighter Sickman 297 1210 33347.60 2756hoss 10 12 60251 01000 0.5251 13.6% 37,509.16 4,161.56 0.%0 1,21 3,334.76 1,100.47
Based on
Firefighter Thalgatt 367 1348 3632408 2Vfhours 0 12 60251 01000 0.5251 14.83 40,871.48 4,547.40 033 1.32 3,637.92 1,200.51
Based on
Firsfighter Stanbersy 730 11.75  32,363.00 2756hours 10 12 00251 01000 0.125% 13.22 36,434.32 4,051.32 0.29 1.18 325008 1,073,119
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&IA0 Hourly Adjusted Adlustment Total Fy 1941 Tolal COLA Adjustment Anmial Approx. Fringe
Job Title ElAP EmpiNo  Rase Rt Annual Notes: Range Range COLA Fagtor  Adjustment  RATE Anmaul Incr Incr (hourty} frcr thourdy) Adjustment on Adjustment
. Based on
Firefighter Pitts 794 1175 32,383.00 2786hours 16 12 00251 01000 0.4251 1322 36,434.32 4,051.32 0.29 1.18 3,252.08 4,073.19
Based on
Firefighter Dawkins 779 1175 32383.00 27i6hous 10 120 00281 01000 0.1251 1322 36,434.32 4,051.32 0.29 1.18 3,252.08 1,073.19
. Based on
Firefightet Larmie 820 1175 3238300 2756hows 10 i2 00351 01000 0.1251 1322 36,434.32 4051.32 0.29 1.18 3,252.08 1,073.19
’ Basedon
Fitefighter Ketcham 387 11.75 3238300 276hours 10 12 00251 91000 0.4251 13.22 36,434.32 4,051.32 029 1.18 3,252.08 1,073.19
Based on
Firefighter Valenca 783 1210 3334760 2756hows 10 12 00251 0,1000 0.1251 1381 37,500.16 4,161.56 030 1.24 3,334.76 1,100.47
*Firefighter - Fleat Rased on
Maintenance Tech Blockyou 399 1275 2662200 2088hours 10 12 00251 01000 0.1251 14,35 36,548.60 12,926.60 032 1.28 3,527.68 1,164.13
Groundskeeper Bresnahan 656 1080 2213280 10 11 00251 00500 0.0751 11.40 23,803.20 1,670.40 027 053 1,10664 22133
Sign Shep Tech Beasley 233 1258 26,267.04 1 14 00261 01800 0.1751 14.78 30,880.64 4,593.60 032 1.39 3,046.32 789.26
Staff Engineer Wert 207 2682 5600016 2 27 00251 0.2000 0.2251 3286 68,611.68 12641.52 087 5.38 11,191.68 2,238.34
IT Support Techniclan il Brinson, o 391 2034 4246092 21 22 00251 00500 0.0751 21.87 45,684.56 3,104,684 051 1.02 2,120.76 425,95
IT Coordinatar Robinsen 084 2556 5336928 prxc] 25 00251 61000 0.1251 28.76 60,050.88 6,681.60 0.64 258 5,345.28 1,069.06
Risk Management
Speclalist Webb, P 517 1432 2990016 17 18 00251 0.0500 0.0751 15.40 32,155.20 2,255.04 038 072 1,503.36 300,67
13 Pesition
Descrigtions TOTALS 1,645577.44 16573084 15.96 50.04 119,854,20 32,214.86
*Firefighler - Fieet Maintenance Tech position maves from 2088 howrs in FY
00-10 to 2756 in F¥ 10-11
SUPERYISORY EMPLOYEES
Kennel Coordinatel  Shannon 858 1258 26,267.04 15 16 00281 0500 0.0751 13.52 28,229.76 1,862.72 0.32 083 1,315.44 263.09
AC Officer Coordinator Taberner 502 1597 3334536 17 18 00251 0.0500 0.0751 17.17 35,850.96 2,505.60 0.40 0.80 1,670.40 334.08
Oirector of Community
Senvices Barselt 772 4193 §7,549.84 33 34 00251 00500 0.0751 45.08 04,127.04 6,577.20 1.05 210 4,384.80 876.66
Office Supervisor Bamble 841 1354 2827152 17 18 00251 00500 0.0751 14.56 30,401.28 2,129.76 0.34 0.68 1,419.84 283907
Transportation
Manager Levesque 831 1950  40,716.00 25 28 00251 01500 0.4751 2294 47,826.08 7,120.08 0.49 293 6,117.84 1,22357
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0940 Hourly Adjusted Adjustment Total FY 10711 Total COLA Adfastment Annual Approx. Fringe

Joh Title EMP EmpINo  BaseRt Annual Woles: Range  Range COLA Faclor  Adjustment  RATE Annaul iricr Iner (hovrly) trier (hotirly) Adustment on Adjustaent
Ceputy Fire Chief -
Adrrinistration Burris, B 362 27.690 57,1672 28 32 00251 0.2000 0.2251 3392 70,824.96 43,008.24 0.70 5,54 11,567.52 3,847.28
Deputy Fire Chief -
Operations Greek 741 2688 5533424 28 a2 0025% 02000 0.2251 3305 69,008.40 12,674.16 0.68 5.40 11,275.20 372082
Fire Chief Gulbrandsen 247 3582 74,79216 30 34 00251 02000 0.2254 43.88 91,621.44 16,829.28 080 7.16 14,950.08 4,933.53
Crew Leader Root 214 1861 3864888 19 20 00251 00500 0.0751 19.90 41,551.20 200232 0.46 0.83 1,941.84 388.37
BudgetPurchasing
Manager Sisner 843 3012 62,800.56 28 28 00251 0.0500 0.0751 3238 67,600.44 471888 076 151 3,152.83 £30.58
Human
Resources/Administrati
ve Services Manager  Fietds 108 2582 5391218 28 29 00251 00500 0.0751 27.76 57,862.88 4,650.72 065 1.29 260352 53370
11 Position
Dascriptions TOTALS 635,023.44 74,478.96 675 2897 60,480.35 17,010.94




